ABSTRACT
8 traditional KM such as suitability for business environment and avoid many of disadvantages like limited opportunities for simultaneous collaboration (Wagner and Majchrzak, 2006) .
Traditional KM tools, such as expert systems, essentially capture the explicit knowledge of a single expert or source of expertise in order to automatically provide conclusions or classifications within a narrow problem domain. This is in stark contrast to the Web 2.0 KM paradigm (Lee and Lan, 2007) which enables knowledge communities to share knowledge of a more practical or experiential nature to enable individuals and groups to arrive at their own conclusions (Richards, 2009 ). To capture tacit knowledge an effective way is to enable knowledge creation through conversation (Von Krogh, 2000) . Web 2.0 technology like Wiki facilitates such required conversational KM through social interactions (Wagner, 2006) .For example, through Wiki multiple people with different expertise and different roles can interact "socially" and work towards a common goal (Mindel and Verma, 2006) . Hence, Web 2.0 has great potential to solve one of the great challenges of KM-capturing tacit knowledge and converting it into explicit knowledge (Wagner, 2006) . Conceptually, Web 2.0, with its ability to combine traditional KM tools' features with social computing where knowledge is evolved through social interactions (Parameswaran, 2007) , has been identified as an effective KM paradigm (Fitch, 2007; Mindel and Verma, 2006) .With such capability Web 2.0 technology has the potential to address many of the challenges for KM of the organizations (Minocha and Thomas, 2007; Wagner, 2006) .
Realizing this potential for effective KM, a few leading IT organizations have adopted Web 2.0 for KM at individual level. We conceptualize an individual in an organization as a person who works in that organization. Based on this delineation, we describe individuallevel, Web 2.0-based KM as KM activities that rely on Web 2.0 to reach and support the individuals in an organization; these individuals do not necessarily belong to any particular group and/or project. Such individual-level KM can be initiated by the upper management of an organization for all the individuals working in that organization, regardless of group or project. For example, if the upper management of an organization creates a Wiki to help individuals working in that organization learn a new technology or work process, then, according to our conceptualization, the organization has adopted a KM initiative that are categorized as an individual-level KM. Web 2.0-based KM also includes Web 2.0-based KM activities, initiated by any individual within an organization, for others working in that organization, regardless of being part of any particular group or project. For example, if an individual working in an organization creates and maintains blog(s) to share his knowledge with everyone working in that organization, according to our conceptualization, this KM initiative is categorized as an individual-level KM. In the existing literature, there is no clear understanding of the effect of using Web 2.0 for KM at individual level in organizations. Hence, in the beginning phase of our study we want to understand the uses of Web 2.0 for KM at individual level in organizations. Essentially, our research is guided by the following research question:
What are the effects of using Web 2.0 for Knowledge Management at individual level on tacit knowledge sharing and perceived learning?
In the second phase of our research, based on the existing literature on KM and our findings in the exploratory stage of the study, we propose a set of propositions. These propositions signify the relationship between the use of Web 2.0 in KM and its effect on the tacit knowledge sharing and perceived learning.
In last phase of this research, we adopt a qualitative positivist case study based interpretive research approach to confirm the relationships between the use of Web 2.0 technology and KM, and its effectiveness. Our approach essentially helps us to examine the proposed relationships as well as identify noteworthy interesting aspects pertinent to the propositions through interpretation of the qualitative data. To ensure the rigor of this phase pf our research, we adopt the guidelines suggested by Dube and Pare (2003) and Shanks (2003) .
Exploratory Case Study and Propositions Development
Role of Individual-Level Context Variables Grover and Davenport (2001) conceptualize the KM context as surrounding an environment consisting of technology, culture, structure and strategy, in which KM activities are embedded. It is important to understand the context of KM since its activities are essentially influenced by context (Grover & Davenport, 2001 ).
To understand the surrounding KM environment and its effect on the individual, Kulkarni et al. (2007) studied supervisor and coworker support for KM, as well as their incentive for participating in it. Incentive refers to the formal appraisal and recognition of efforts by knowledge workers for furthering knowledge sharing and reuse (Kulkarni et al., 2007) .
Through empirical study, Kulkarni et al. (2007) found that incentive can positively affect individuals' participation in KM activities. Kankanhalli et al. (2005) and Bock et al. (2005) also found that extrinsic rewards such as increased pay, bonuses, job security, or career advancement can positively affect individuals' KM participation.
Along with extrinsic motivators such as incentive, Kulkarni et al. (2007) found that supervisor and coworker support positively affect an individual's KM participation. Kulkarni et al. (2007) conceptualized supervisor and coworker support as attitudes toward knowledge sharing and use within an employee's work team, which consisted of coworkers and immediate supervisors.
In our exploratory study, we found that only organization A has a formal reward mechanism in place for participating in KM activities. While organizations B and C have no 
Web 2.0 for KM and Tacit Knowledge Sharing
Tacit knowledge is deeply rooted in each individual's actions and experiences, as well as in his/her ideals, values, and emotions. Hence, it is difficult to formalize, communicate, or share (DeSouza, 2003) . Sharing knowledge means both contributing to and using available knowledge (Kulkarni et al., 2007) . Because of the subjective and intuitive nature of tacit knowledge, such sharing is very difficult to achieve through any systematic process (DeSouza, 2003) . While tacit knowledge exchange among workers could be enhanced through the use of information technology, overall it requires a more "people-centric" approach by means of which individuals can have more "dialogue" between them instead of merely distributing and receiving information (DeSouza, 2003) . Nonaka and Takeuchi (1995) also emphasize the process of socialization for sharing experiences and exchanging tacit knowledge, and DeSouza (2003) 11 informal environments (Poynter, 2008) . In our exploratory case study, we found that organization B is using Facebook-like social networking platforms quite extensively in order to facilitate informal socialization between individuals working within their organization. In fact, organization B has created its own social networking platform. Upper management of organization B encourages all employees to actively participate in this social networking platform . Organization A is also working on creating its own social networking platform. Interestingly, while an existing literature blog has not been identified as a tool for informal socialization and knowledge sharing, we found that in all three organizations, blogs are in use to facilitate rather informal interactions between different individuals within the organizations. In such instances, not only the owner of the blog provides his insights on a topic, it also simultaneously facilitates an informal "dialogue"
between the owner and the readers through questions and answers, which are required for effective tacit knowledge sharing.
Therefore, we assert that Web 2.0 for KM can provide the required informal conversational knowledge-sharing environment for effective tacit knowledge sharing and posit that: Alavi et al. (2002) define perceived learning as changes in a learner's perceptions of skill and knowledge levels before and after the learning experience. Ausubel (1968) suggests that structuring the sub-process of learning can be enhanced through advance organizer, which provides additional information such as explanations, principles, background, and supplementary material, as well as the support to properly structure that information, which is form, flow, presentation mode, sequence, and organization. Alavi et al. (2002) posit that such an "Advance organizer" for KM should provide easy-to-use capabilities for sharing information in various forms, such as spreadsheets and multimedia documents, access to additional information through search and filtering features, and structured information exchange among group members through threaded discussions and workflow models.
Web 2.0 for KM and Perceived Learning
By analyzing Wikis, we can infer that standard Wiki has the capability to provide all the required features to be considered an "Advance Organizer." Wiki can facilitate information sharing in various formats and provide a search engine to find required information. It also has a structured organization of knowledge, and incorporates threaded discussions. In our exploratory case study, we found that all three organizations are using Wiki quite extensively for KM at different levels. In fact, organizations B and C have developed their own "enhanced" Wiki technology, which has more functionalities, such as a wider range of file format support, for knowledge sharing. Alavi et al. (2002) posit that the use of such an "Advance Organizer" can facilitate an "advanced" environment for learning for individuals and, therefore, individuals' perceived learning will be higher. As Web 2.0 technology, especially basic Wiki and its enhanced versions, provide the required functionalities of an "Advance Organizer" for KM, we posit that the use of Web 2.0 for KM in an organization will positively affect the perceived learning of the individuals working in that organization. 
Methodological Guidelines for the Positivist Qualitative Case Study
We deploy a qualitative positivist case-study approach to test the propositions. Our adoption of positivism is consistent with the views that are held by scholars in the fields of organizational studies (Eisenhardt, 1989; Lee, 1991) , and information systems (Sarkar and Lee, 2002 Lee, , 2003 Lee, 1989; Orlikowski and Baroudi, 1991) , and follows a similar path.
"Hypothetico-deductive logic" is central to the world of positivist research today (Lee, 1999) , which essentially is a synthesis of three traditions: empiricist, rationalist, and critical rationalist Lee, 2002, 2003) . There is an empiricist influence in our positivist approach that is reflected in the rigor of our research process, drawing mainly on Yin (1994) . The rationalist and the critical-rationalist traditions are reflected in the use of pattern matching to deductively test falsifiable statements derived from the literature Lee, 2002, 2003) .
In our Qualitative case study, we interviewed three individuals from each organization. We include individuals who have been working in their respective organization long enough; As the last phase of this research is principally positivist in nature, using clearly define methodological guidelines we satisfy the four criteria of rigor (Shanks, 2002) : construct validity, internal validity, external validity, and reliability (Lee, 1989; Yin, 1994) . In the following section we describe how we address the requirements of the positivist case-study method.
Proposition Testing Use of Web 2.0 for KM and Tacit Knowledge Sharing
We found support for the proposition that the use of Web 2.0 technology for KM in an organization can positively affect tacit knowledge sharing between individuals working in that organization. The interviewees were unanimous that the use of Web 2.0 for individuallevel KM increased tacit knowledge sharing between employees of the organization.
While interviewees thought that use of Web 2.0 at the individual level increased knowledge sharing, they found it difficult to identify specific observations of tacit knowledge sharing.
Nevertheless, the interviewees did mention instances of knowledge sharing, which essentially highlighted tacit knowledge sharing. We found that tacit knowledge sharing through Web 2.0 based tools is particularly prevalent in troubleshooting. Individuals learn knowledge from experiences of solving clients' complaints and such knowledge can be categorized as tacit knowledge. We found that this type of tacit knowledge is shared We also found that employees share tacit knowledge to solve internal technical problems. Our results also indicate that it might take time for Wiki-like Web 2.0 technology to flourish and become effective in the facilitation of tacit knowledge sharing. We also found that an initiative from experts within an organization to share their expertise can eventually lead to more participation and tacit knowledge sharing by other individuals in that organization. Our results show that incentives do not always significantly affect tacit knowledge sharing of individuals. However, incentives, especially informal incentive such as recognition for contribution, can motivate some individuals to share tacit knowledge. This finding essentially informs the management that they should not rely solely on incentive mechanism to increase tacit knowledge sharing among individuals. Nevertheless, it is important that the management creates a culture of recognizing employees' knowledge sharing as an informal incentive mechanism.
Another context variable we studied is supervisor's and co-workers' support. We found support for the proposition that supervisor's and co-workers' support for participating in KM activities positively affects the relationship between use of Web 2.0 technology for KM in an organization and individuals' tacit knowledge sharing. The interviewees thought that encouragement and recognition by supervisor motivates employees to share tacit knowledge.
In our study, we found that supervisors' and co-workers' support for participating in Web Perceived learning can be defined as changes in a learner's perceptions of skill and knowledge levels before and after the learning experience (Alavi et al., 2002) . Results of our case study point out the positive effect of Web 2.0 based KM on individuals' perceived learning. We found that use of Web 2.0 based KM at the individual level in an organization can increase the perceived learning of the employees.
Use of Web 2.0 for KM and Perceived Learning

Use of Web 2.0 for KM, Perceived Learning and Context Variables
We It is important for organizations to make sure that their employees learn new things to remain competitive (Vemić, 2007) . We found that in the studied organizations Web 2.0 based KM has been successful in training employees in newer tools and/or technology, and employees gained more perceived knowledge when their learning is valued through incentive. Our result informs an organization's management that if they are moving towards Web 2.0 based trainings for their employees then they should have an incentive mechanism in place to augment the individuals' Web 2.0 based learning. Timothy et al (2006) found that employees' learning through training becomes more effective when employees recognize that they would have some accountability for learning with their supervisors. Our finding confirms the same effect of a supervisor's support on employee learning when training is facilitated through Web 2.0-based KM. Hence, our finding essentially informs the management that the supervisors should take initiative in encouraging employees to learn new things using Web 2.0-based KM and that will make this relatively new method of training employees more successful.
CONCLUSION
Web 2.0 has gained widespread popularity at the consumer level. However, it is still not well-understood how Web 2.0 can be effectively used for KM by enterprises. Our research addresses one aspect of this gap in the literature by studying the effects of using Web 2.0 for KM on tacit knowledge sharing and individuals' perceived learning.
Employee training is very important for the organization to sustain competitive advantage (Vemić, 2007) . Our results informs the management that individual level Web 2.0 based KM is a more effective substitute for traditional face-to-face training sessions and can positively affect individuals' perceived learning. We found that the studied organizations have successfully reduced the number of formal training sessions and increased the perceived learning of the employees through with the Web 2.0 based trainings. Hence, we believe our
